Reports of the Faculty Study Groups

‘on the Recruitment and Appointment of Women

and"Minority Group Faculty

In the summer of 1976, Faculty Study Groups
were appointed In each of the four divisions of
the Faculty of Arts and Sciences in order to assess
the status of affirmative action procedures in the
recruitment and appointment of facuity. The charge
given to the Study Groups is printed below, followed
by the reports as submitted. .

Dear Professor —

On the basis of the review undertaken this fail
of the effectiveness of the University’s affirmative
action program, the Provost and | have concluded
that further development of the program requires a
more systematic and significant faculty contribution.
We are, therefore, asking for four studies, one in -
- each of the divisions of the Faculty of Ats and
Sciences, to examine ways in which affirmative.
action efforts can be improved.

| am writing to ask you to direct such a study
for the Division of . | believe the value
of the project will be significantly enhanced by the ~
participation of senior facuity members from each
of the major departments in the division. Hence you

) , " ‘should feel free to request that a group be appointed

" to work with you. | am prepared to lnvlte persons

‘you recommend to serve on the study group. Re- - . i~
« ~'gearch

1ce will be: sailable.as negded.
- --.-The present program, which was initiated in the
fall of 1972, consists largely of search guidelines
‘and reporting procedures drawn up at the request
of the Yale Corporation. Important progress has

been achieved in communicating the objectives and

principles of affirmative action and also in the ap-
pointment of women In Junior ranks in the divisions
of the Humanities and the Social Sciences. The
program has produced less encouraging results,
however, in the appointment of minority group
members at all ranks, of women in the Physical
Sclences, and of women in senibr ranks generally.
Moreover, it has been suggested that the present

_ guidelines and procedures are cumbersome and
consequently less effective than a process that
would encourage departments to put their knowi~
edge of the structure of the field to better use. We
should, therefore, explore a variety of aiternative or
additional strategies to see how we can improve
our performance.

| think our chances of success in the future would

be signiticantly increased if the departments would
assess systematically the likely supply of women
and minority potential candidates for positions in the

short and medium run future. Moreover, the quality -

of such a study of prospects and strategies for
future action would be enhanced if it were devel-
oped by a group of people from several depart-
.ments, each examining possibilities in their field,
and meeting regularly enough to benefit from and
exchange ideas and information about sources of
data and possible strategies.

The study should address itself in particular to
the following questions:

1) What is the nature of the pool for potential
Jjunior and senior appointments? Now? In the next
five years?

2) At the leve! of entry into graduate training,
what concrete sfeps should departments take to
enlarge that pool?

3) What means tried by departments have been

- effective for identitying and recruiting minority

group or women scholars? Do they share charac-
teristics that could be incorporated into divisional
guidelines? o

4) How best can we ensure effective continuing

" taculty commitment to and partlclpat:on in amrma—

tive action? -
Since the quallty of affirmative actlon depends in

large measure on the involvement of all concerned

with appointment and promotion decisions, there
should be discussion within departments of the
ideas and recommendations generated during the
course of the study. A report of the study’s findings
and recommendations should be submitted to me
and the Provost by the end of the fall semester.

| hope you will agree to accept this lmportant
assignment

Slncerely,
- Kingman Brewster



Report of the Affirmative-Action Study Gfoup
in the Social Sciences, February 1976

Early in the Fall semester of 1975-76 Provost Hannah Gray appointed
a Study Group from Social Science departments to consider what steps might
be taken to increase the effectiveness of the University's affirmative-action
policy, with respect to faculty appointments and promotions. Irvin L. Child
(Psychology) was named chairman of. the Study Group, and the other members
were Wendell Bell (Sociology), Richard R. Nelson (Economics), Bruce M. Russett
(Political Science), and Harold W. Scheffler (Anthropology).

The Study Group met several times and prepared tentative notes and
memoranda; these were incorporated into a draft of a report, which after
discussion and revisions is presented herewith. The report is not confined
to recommendations which would be endorsed unaunimously. Our attempt was to
incorporate all suggestions that some of the group considered to have merit
and to be appropriate for at least some departments, recognizing that they
might be inappropriate for others.

I. INTRODUCTORY COMMENT

When it was first explicitly formulated, Yale's affirmative-action
policy seemed to be equally needed, and needed in similar ways, for women
and for minority groups. That may still be true for many disciplines. We
note that for some of the social-science departments, however, the situation
is already different, and may become even more distinct, for these two groups:
women and minorities. ' B

With a determined.policy of offering equal opportunities to the two
sexes, several Yale social-science departments now have a considerable number
of junior faculty members who are women, and there seems no reason to doubt,
in at least some departments, that the proportion gaining tenure is likely
to be similar for the two sexes. Simple projections into the future, there-
fore, lead us to expect.within the next few years a decided increase in the
number of women who will be tenurable in these departments. The key question
then will be the availability of tenure positions.

For the minority groups to which we have been giving special attentionm,
projections from the local situation are more risky, because the numbers are
so much smaller, and we will not attempt any. When we attend to the pool
of applicants for recent junior appointments, however, and to our impressions
about graduate students here and elsewhere, we do not find any reason to ex-
pect dramatic changes at the faculty level except as a long-term result of
future changes at lower levels. An effective affirmative—action program
here may need to focus on doing what we can in Yale College and the Graduate
School to strengthen the training and the orientation toward an academic
career of qualified minority-group members, recognizing that large-scale
impact on faculty make-up will come only if similar programs at many univer-
sities are successful.

The situation of women in some departments may be a close parallel to
the general situation of minorities: In such departments as economics there
has been a great increase in the number of able women getting their Ph.D.'s,
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and a related increase in the number of women holding junior faculty positions.
However, in absolute terms, the number of women taking Ph.D.'s in Economics,
and on the faculty, is very small. This situation will only be changed if a
greater number of women of high academic promise choose economics as an under-
graduate major in various institutions.

Meanwhile, continued vigilance about equal opportunity for all, im
faculty appointments, is well worthwhile, to avoid oversights that might re-
sult either from'smugness about progress to date or from despair about progress
in the future. But for some departments, with respect to women, that vigilance
can safely carry the whole burden of an affirmative-action program; for other
departments, and for all departments with respect to minorities, this vigilance
should be recognized as only a first requirement, almost powerless in itself
until the character of the appointment pool has been changed.

II. FACULTY RECRUITMENT AND APPOINTMENT

A. General considerations applicable at all levels

The narrower the definition of a slot to be filled, the fewer the
candidates to be judged and the more likely that some one person will
be clearly better than the next competitor. The broader the definition
of a slot to be filled, the more numerous will be the competitors, and
the more likely that two or more persons at the top of the ranking will
-not be distinguishably different in overall quality and that sex or
minority~group membership can become relevant without sacrifice of
standards of excellence. For this reason we see broad definition of
vacancies, or several narrower definitions presented as alternatives,
as offering promise for increased representation of groups now under-
represented on the faculty. There would be some cost, of course, but
not in excellence of personnel; the cost would lie only in perfection
of fit between appointments and departmental judgment of curreant need
for appointments in various specialties. This criterion of choice can
be modified with less threat to the welfare of the university than can
the criterion of excellence.

There clearly are important issues of trade-off here. In some
cases, a department's argument that it very much needs somebody in some
sub-field X and there are no women or minority candidates in that sub-
field is a subterfuge for discrimination. In other cases, however, it
is a valid argument reflecting departmental needs for teaching, balance,
etc. From a department's perspective, particular teaching needs may
have a more salient pull than the University wide need for more affirma-
tive action. If University-wide interests in affirmative action are to
carry equal weight in departmental decision-making, from time to time
various forms of administrative intervention may be necessary.

For appointments at any level, there is some danger that suitable
candidates who are women or minority-group members may be less likely
to-apply for the position than men or majority-group members, because
the former may be more likely to define themselves out of the competition.

One reason they might do so is from a sense that Yale is not a
place they would be at home, because they may feel it represents and
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symbolizes an old social elite, rather than the high intellectual standards
around which its values are more truly built.  To the extent a belief that
Yale is centered on a social elite is realistie, it is best countered by
real changes in the local situation, which should eventually lead to a
bettering of Yale's reputation as an institution representative of high
intellectual standards in the various population groups that make up the
country. To the extent a belief that Yale represents a social elite is
unrealistic, it is best countered by varied attempts at correcting mistaken
impressions of Yale, and by vigorous efforts to correct the isolated condi-
tions that may sustain a generally unrealistic belief.

A second reason that some suitable candidates may be unlikely to
apply for the position is that they may not think of the possibility of
leaving a present appointment or abandoning home region or city for an
appointment at Yale, even though they might be quite open to the possibil-
ity if led to consider it. Present procedures of advertising and inviting
applications for Yale faculty positions greatly reduce this danger, but it
is still present.

Some contribution could be made to solving both of these problems
by each department’s pursuing a regular policy of ensuring that full infor-
mation about prospective openings (including the university's vigorous
attempt at equal consideration of members of all groups) reaches as nearly
as possible all potential appcintees. Five devices seem especially
promising for use every year or every other year. Some have been used
by one or more departments in previous years. In various forms, adapted
to departmental circumstances and policies, they are being used by several
social-science departments during this academic year, and we will be able
to report later on the information obtained. ' '

(1) The chair of each Yale department might write to the chairs of
departments elsewhere asking for names of especially likely candidates for
appointment here at any level, with special but not exclusive attention

. to women and minority-group members, with information about their field

of activity and professional level, so that appropriate job notices can,

in the same or in a later year, be sent directly to each individual named.
Alternatively, Yale departments which send out job notices to departments
elsewhere, might modify the notices in a way suggested below as point (5),

to decrease the possibility of any potential candidate's failing to apply

because of a mistaken sense of futility. : :

(2) Past recipients of Ph.D.s from Yale might be addressed in the

 same way as department chairs at other universities, in either of the two

alternative ways just mentioned. -

(3) Faculty members and graduate students now at Yale could be sent a
similar but more restricted request for information, limited to information
about possible tenurable appointees. (This restriction is based on the -
assumption that the information available in this way will come principally
from reading scientific publications and hearing convention talks, or from
earlier experience as undergraduate students, and hence will be pertinent
principally to advanced appointments rather than initial ones.)
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(4) Professional associations can be asked for any pertinent listings
they have prepared.

(5) Job notices, both.in published form and as sent out to departments
and individuals, might have a more elaborated and clearly non-perfunctory
statement of points related to the affirmative-action policy. Such state-
ments would vary with_depa&tment and position, but an example might be:
"We are not seeking a cognitive psychologist necessarily like those here
now or in the past. We are strongly committed to diversified excellence.
The opening has been defined somewhat broadly and vaguely in’ order to make
‘sure no one fails to apply because of background in a very different kind
of department, or because of interests stressing aspects of cognitive
psychology not represented at Yale, or because of interests relating to
sex or minority-group status. We have a positive interest in diversity,
and will attempt to evaluate excellence on an equal basis regardless of
its context.

Some devices are likely to be maximally useful if applied at rarer
intervals. The following have been used and might be applied more widely:

(1) A department might gain much from inviting an outside team of
women or minority group members to make a site visit to examine the
department's affirmative-action procedures and to make recommendations
for improvements. This is a way of finding the collective blindspots
that we have and concentrating department discussion. on fresh viewpoints.
(The Department of Sociology last year invited a group from the Sociolo-
gists for Women in Society, and a very fruitful departmental discussion
resulted.) .

(2) Whether or not an outside team is brought in, departmental
discussions may at appropriate times be very useful.

B. Tenure appointments

1. Tenure appointments likely to be made by promotibn of Yale faculty.

‘When a non-tenured member of a department seems likely to be
recommended for tenure, and the pertinent tenured position is authorized
by the administration, the procedure of seeking outside opinions includes
a request for names of alternative candidates -and for comparative evalua-
tions. With this procedure, the department will certainly learn of fewer
candidates than it would by advert1s1ng a vacancy, since it asks the opinions
of only a few outsiders, and does not invite applications. The vacancy will
often be more narrowly defined, too, than it would be in an advertisement,
‘and the potential candidates mentioned in the letters w1ll thus be fewer
than they might be with a broader definition.

In theory, therefore, there is the pOSSlblllty of much wider recruit-
ment of potential candidates for appointments now in this category. This
gain for affirmative-action policy, however, could be achieved only at
considerable cost: (1) the changed procedure would surely lower the morale
of junior faculty members and reduce their feeling of membership in the
~department and university. (2) Strict adherence to the changed procedure --
‘probably essential if it were to be put into effect -- would greatly increase
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the minimum decision time on promotion to tenure and doubtless cause

some faculty members to accept positions offered them elsewhere instead
of waiting for a decision here. For these reasons we cannot envision a
department's choosing to make this radical change in procedure, and would
strongly recommend against administrative introduction of any such change.

2. Tenure appointments iikely to be made from outside

When a tenured vacancy is authorized and likely to be filled from
outside, present procedures offer reasonable guarantee that qualified women
and minority-group members who.might consider applying at Yale will realize
their eligibility and apply if they are actively seeking new employment.
Present procedures could well fail to gain the attention of a potential
applicant who could be interested but is not actively seeking change. Early
in considering the possibility of such a vacancy, therefore, it would be
desirable for one or more faculty members to be assigned the task of iden-
tifying potential.candidates who might conceivably be interested and be very
strong but might not think of applying, and of calling the vacancy to the
attention of such people. While the task is particularly suggested by the
quest for women and minority-group members, and might reasonably be expected
to concentrate on that quest, it obviously would not be altogether confined |
to it. The task might be assigned to the search committee, or might with |
less embarrassment be assigned to someone else. It would materially increase ';
the faculty time devoted to each new tenure position of this category, but |
the gain might be worth that cost. (Some departments may have continued
following the old procedure of looking over the entire field of obviously
possible appointees to a tenure poaition, considering each one's desirability
independently of likely availability, and being sure that possible appointees
ranking high on the list are not overlooked because of a too easy assumption
they would not be interested. The requirement that positions be advertised
and applications invited may lead to some decay of the positive values of
the old procedure, in that some of the best possible appointees might never
apply on their own yet might be persuaded to be interestad. What we are pro-
posing here is that some of the best aspects of old procedures and new
procedures should be brought together, as they perhaps already are to
some extent.) :

Equally important might be a longer-range effort by the department to
identify women and minority-group members who might be suitable for future
tenured appointment and who might be sent directly any pertinent job notice.
The several information-gathering devices proposed in Section A above could
be useful in identifying such persons. '

Tenured appointments should not be ‘decided on except after very careful
consideration of their implications for possible future tenured appointments
either from within or from outside. In some disciplines there seems to have
been a great increase in recent years in the number of outstanding women
entering the discipline or developing rapidly into important contributors
to it. This is part of the reason some departments now have a number of
women as junior faculty members; it is also partly a consequence of the
fact that Yale and other intellectually stimulating universities have
offered increased opportunities to women. To the extent that minority groups
have undergone a similar change at Yale and other universities, or do so in
the years immediately ahead, they too will be in a position where the most
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promising eventual candidates for.tenure appointments are in the junior
faculty ranks and not yet ready for a tenured appointment. The most
effective way in the long run to increase the representation of these
groups in the tenured faculty may be by ensuring the availability of
tenured positions several years from now, through judicious restraint
in making tenured appointments in the immediate future and through the
development of possibilities for more numerous tenured appointments

(or at the very least, prevention of reduction in their number) some -
years from now.

To be specific: A tenured appointmenﬁ made right now in some depart-
ments is almost certain to be a man, and not a minority group member. A
tenured appointment made in the same department several years from now
has perhaps a 30% or 40% chance of being a woman; and the probability of
its being a minority~group member will also, we hope, increase. Thus
delay of tenure appointments is likely in itself to make a very substantial
contribution to affirmative-action goals; like other devices for contributing
to those goals, it -could of course be very detrimental to the univer51ty S
interests 1f too rigidly applied.

C. Term appointments

Present procedures for inviting applications for term appointments
can hardly miss possible candidates who are looking for term appointments
and who would without special persuasion consider applying to Yale. All
announcements —- both advertisements and letters —- mention the department's
interest in applications from women and minority-group members. If qualified
people in these categories fail to apply because they feel they would not
really be at home at Yale, then there is opportunity for improvement --
. perhaps by persuading them they would be more at home than they suppose,
certainly in the long run also by making minority-group faculty members
more at home, so that Yale's reputation gradually changes.

The aspect of the Yale environment that seems most pertinent is its
providing intellectual stimulation and reward; intelligent and active
students and colleagues, libraries and laboratories, and other features
of an atmosphere favoring excellent scholarly work, are what will, more
than anything else, make Yale a desirable place for scholars who are
women and minority-group members, just as for scholars who are not. The
way to make all the best scholars at home is first of all to continue the
‘high standards of excellence responsible for this environment  in which
they can work effectively. But secondly, Yale must be, and be known to be,
a place where the opportunities of such an environment are open to scholars
equally regardless of sex, race, or ethnic or religious background. The
present low proportion of women and minorities in the tenured faculty,
whatever its historical sources, is likely to create doubts about this
equal openness. Continued pursuit of an affirmative-action policy should
gradually produce changes which will eliminate such doubts and will make
excellent scholars of all sorts feel more at home. ’

We are struck by some very real dangers in the affirmative-action policy,
perhaps especially pertinent to term appointments. One is the danger that it
could be applied in such a way as to make women and minority-group members
feel that they have been appointed only by relaxation of usual standards of

1




excellence, and to make their colleagues view them in this light. 1In
such a situation, it would be hard for the women or minority-group members
of the faculty to feel at home and to do their most effective work. 1In
several departments, recent term appointments of women have by now been
fairly numerous and illustrate clearly that in their fields an equal
consideration of all candidates by uniform standards now leads automati-
cally to appointment of a considerable number of women. It also suggests
that this procedure will lead within a few years to a sizable increase in
the number of tenured appointments of women, again with no relaxation of
standards. Thus the danger of creating a second class of faculty member
can be avoided. We hope that enlargement of representation of other groups
in the faculty can likewise be achieved without relaxation of standards.

A second danger is the possible arousal of unrealistic expectations
which are then disappointed. This risk seems to arise especially in-
attempting to persuade persons to apply who would not have done so without
special encouragement. Efforts to do more than ensure the wide diffusion
of information about openings, efforts directed at soliciting applications
from specific individuals, may always be taken as special encouragement;
and if the practice is widespread, it is bound to lead to much futile work
and hope in many applicants. The frustrations and ultimate disappointment
might do much to nullify the otherwise favorable effects of gradual improve-
ment in actual conditions here. On the whole, therefore, we are inclined
to suggest that the university's affirmative-action message be carried by
advertising and letters to departments (with attention to phrasing, as
suggested in item 5 in section IIA ébove) rather than by recruitment
directed at individuals.

- A third danger lies in the possibility that an affirmative-action
policy might be administered in a way that makes it in turn unjustly dis-
criminatory against groups which are not the current object of special
attention. There are several bad consequences which could follow:

(1) The injustice and waste of human resources if highly qualified
scholars are unable to find positions at Yale and similar insti-
tutions, whereas those with substantially poorer qualifications
are able to, because of differential temporary demand for their
partlcular social background.

(2) The erosion of the university's prestige and financial standing
through the backlash from people who strongly feel the injustice
of reverse discrimination, and perhaps of. continued passive
discrimination against other minorities which may always have
been poorly represented on the faculty.

(3) The questionable moral position of the University if it complies .
with Federal guidelines in ways that involve acts of injustices
justifiable only by the money the Univer51ty receives from the
Federal government.

(4) The very real threat to the excellence of the University in the
use of any criteria for the selection of faculty other than their
past, present, and future quality and contrlbutlon to the Univer-
sity's major mission.
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This danger of reverse discrimination is so great, it seems to us, that
the policy of affirmative action should be toncentrated on systematic
efforts at extending the search to all possible candidates and at en-
suring the genuine application of criteria of excellence alone; it ’
should not lead to modifying the criteria by which selection is made
when the search is over.

III. GRADUATE EDUCATION AND AFFIRMATIVE ACTION

Departments differ in the ways in which their programs of graduate
education are related to faculty appointments. Some departments view
their own graduate student body as a normal part of the pool from which
junior faculty appointments are made; for them, an increase in the enroll-
ment of women and minority-group members brings an increase in the proportion -
of these groups present in the pool for possible faculty appointments.
Some departments, on the other hand, feel that the interests of students
and department are both better served by having a fairly strong custom of
not appointing new Ph.D.s from Yale to regular junior faculty appointments
here. In all departments, however, increased enrollment of women and
minority-group members in their graduate programs is a desirable part of
a nation-wide movement in which Yale is participating, and is an important
goal for that reason. Indeed, for disciplines where there are at present
no qualified women or minority members available for possible faculty ‘
appointment here, this may be the only effective step a department can
take immediately to increase the possibility of such appointments some

. years from now.

A. Reqrhitment of applicants for admission to graduate study

~ We have not reviewed material sent out by the Graduate School in
response to inquiries, but assume that it includes suitable statements
about Yale's interest in enrolling students of varied backgrounds. We
note with great approval that the material sent out by the Graduate School
mentions the fact that ‘some applicants will be able to obtain a waiver of
application fees; this seems to us an important positive step toward
affirmative~action goals, as well as toward reducing discrimination on
economic grounds alone, and we hope it will be continued.

Several departments have brochures describing opportunities for
graduate work; these are commonly sent out each year to a mailing list
of undergraduate departments in the discipline, and are also sent out in
response to individual inquiries. Relevant portions of the content of
these brochures should, of course, be guided by affirmative-action goals.
In one department's brochure, for example, sex of students is not mentioned,
in the belief that in these days that may be the most convincing way to
indicate.a policy of treating the sexes alike. Believing that explicit
statement might be useful in encouraging minority-group applications, yet
not wishing to arouse unrealistic hopes, the same department has included
in recent editions the following statement about minorities: ' '

Because of the emphasis on close contact with faculty
members in research, as well as effective student partici-
pation in small class groups, only about twenty new students
can be admitted each year. The Psychology Department is
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eager to receive applications from well-qualified minority-
group members and has had an increasing number of students
from minority groups entolled here in recent years. Appli-
cants should be realistically aware, however, that the

total number of applicants is many times larger than the
number that can be admitted, so the competition is very keen.

Apart from informal communication with colleagues and students
at various universities, the devices just mentioned are the main features
of the recruitment process. Discussion of them brought out the following
suggestions for future policy, in addition to continuation of present
devices:

(1) The mailing list for departmental brochures should be reviewed
periodically for possible omissions relevant to affirmative-action goals.
Dean Bunselmeyer of the Graduate School recently sent to departments the
" names of colleges likely to have an especially large proportion of
minority-group students, and this made possible appropriate additioms to
departmental mailing lists. If Graduate School personnel can find the
time, perhaps it would be useful for them to ask all large Yale depart-
- ments to send them their brochure mailing lists for review - surely not
every year but perhaps at longer intervals. This would make possible
a centralized checking that could result in suggested additions for
each department.

(2) A department might find it useful to ask incoming students to
comment on the brochure and other information received from the department
and from the Graduate School, to obtain their impressions of probable im-
pact on possibility of application by minority members and by women.

(3) Special steps might be taken by a department, in more active re-
cruitment of categories of students under-represented in its discipline.
Visits to appropriate undergraduate departments, by faculty members or by
minority-group graduate students already here, are among the techniques
reported to be used by some departments at other universities which are
rumored to have as a result unusually large representation of minority
- groups among their graduate students. For Yale, with the small total
number of graduate students entering a department in any one year, this
seems generally a very expensive way to produce at best a minute change.
In particular disciplines, however, feasible specific opportunities of
this sort might arise if department members are alert to the possibility.
As we noted in discussing recruitment of faculty members, caution is
needed about exactly what expectations are aroused, and how strongly,
since for graduate admissions as well as for faculty appointments most
applications inevitably have to be rejected. -

- B. Decisions on admission to graduate study

At any one university, this decision point may not have the obvious
importance that it has nationwide. To the extent the lack of women and
minority faculty members in a discipline is due to the low proportion in
which they are present in the appropriate pool from which appointments
are to be made, the key to change rests first of all in increasing the
proportion of women and minority members entering upon training in the
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particular discipline. A single university, however, makes only a small
contribution to the .total pool, and one set of graduate students give way
to another much faster than is true of the faculty. It may be easy, there-
fore, for individuals to overlook or forget the broad social significance
.of the decisions they are making. Present practices and possible changes
vary greatly among departments. Following are some suggestions that seem
pertinent. Some merely state the pertinence and desirability of what is
already uniform practice, and some would represent change for at least

some departments.

(1) A small number of applicants for admission to a department are
likely to be very obviously highly qualified and easily agreed upon by
almost everyone. -On a large number, too, rejection may easily be agreed
upon. But among an intermediate group of considerable number, choice is
difficult and is subject to influence by a great variety of competing
considerations. One useful step toward effective guarantee of equal
opportunity of all groups would be to make the affirmative-action policy
salient in the minds of all faculty members taking part in the decision.’
.process. One way of doing this is by having one of them (or perhaps
_separate individuals) delegated to keep special watch on the interests
of women and minority groups. Other faculty members' awareness that
their decisions were going to be reviewed, and possibly disputed, from
the point of view of fairness to these groups, should do much to insure
the salience of that consideration at all times. It might help insure,
for example, that recommendations by teachers known to Yale faculty
members are not too exclusively relied on (despite their obviously
special value), since minority applicants are especially likely to have
no such teachers available to write recommendations for them. This de-
vice has been used with some success by at least one department.

(2) Similar reasoning should argue, too, that no department should
allow decisions on admission to be made entirely, or even principally,
by one faculty member. This should not be considered a part of the role
of Director of Graduate Studies or Chairman of Admissions Committee.
The difficult choices that must be made are subject to so many influences
from competing criteria, that it is not reasonable to expect any individual
to attain exactly the balance that the department as a whole would. 1In a
large department, equal participation by all members is not likely to be
feasible or justified, but the importance of the admissions process clearly
calls for full participation by several faculty members.

(3) As we have argued in the case of faculty appointments, enlargement
of the group of approximately equally well qualified candidates increases
the chances that a representative of a small minority will be found in the.
group. Affirmative-action goals therefore make it desirable that, so far
“as possible, applicants for a department be considered as a whole. In at -
least one social-science department it has been customary to consider
separately applicants classified in several sub- -disciplines. The important
considerations which lead in this direction need to be balanced against
‘those which would lead in the opposite direction, and affirmative-action
goals are important among the latter. There are reasons for this in addi-
tion to the one we have already stated. Consideration as a single pool
of all applicants for a department should tend to increase the number of
faculty members actually considering any given application, so that the
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argument of point (2) above applies. Minority-group applicants seem
especially likely, too, to express interests not clearly classifiable
in relation to the way a Yale department sub-divides its discipline;
thus a minority student of high promise on general grounds, who has
come from an unspecialized undergraduate program, when considered by

a sub-dlscipline might not be recognized as the high-grade future
specialist that he could become. ' o

C. Morale of graduate students

Minority-group members seem more likely than others to suffer doubts
and conflicts about carrying their graduate work through to completion.
(While our sample is very small for drawing conclusions, recent experience
suggests that this is a real problem.) Improvement of counseling oppor-
tunities might help. More important, perhaps, is the general setting;
if minority-group members felt more at home in the university and community,
they might more easily maintain the momentum of their career progress. '
Possible solutions here may go beyond the department to the university

generally.

’

D. Special opportunities in graduate training

Some applicants for admission look extremely promising but are lacking
in some specific kind of background that seems essential. In several
 social-science departments, for instance, candidates may present themselves

without adequate mathematical background. .In any department, an occasional
applicant has recently decided to enter graduate study with almost no under
graduate background in the discipline, and seems extremely well qualified
in other respects. ‘A few applicants may have had previous training which
was generally adequate to permit presenting a strong case for admission,
and yet be severely lacking in writing ability. Where deficiencies of
these various sorts are identified and are considered serious enough, the
applicant may be rejected in favor of someone with better rounded training.
When, instead, the applicant is admitted, he may enter upon normal graduate
work with a handicap he can never take time to remedy, and whose cumulative
-effects may get more severe year by year.. ‘

It seems likely that specific deficiencies of background will be most
often found in minority-group members. They might be countered by special
training at the outset of graduate study, delaying normal progress somewhat
to improve eventual attainment and make more likely completion of work for
the Ph.D. A promising economics student with inadequate mathematical back-
ground might, for example, spend half his time for two years learning
mathematics, along with taking ecomomics courses chosen as the least de-
manding of mathematical thought, before proceeding to what might for
better—trained students be the basic first-year courses. This would be
possible, generally, only if support could be provided for one more than
the normal years of graduate study. The investment might be very fruitful.
For maximum effect, it would probably need to be accompanied by some special
guidance of the students by a member of their own ‘department, to help keep
alive the vision of relevance to their intended discipline in the under-—
graduate work they are doing in another department.
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We have heard that the Stanford University Department of Economics
has been especially successful in attracting and keeping good graduate
students from minority groups, and that the device we have just suggested
is an important element contributing to its success.

E. Special traiﬁing for potential graduate students

We discussed the possibility of a summer or year-long institute
for potential graduate students from minority groups, perhaps in the
social sciences generally, perhaps in one or two departments. If any
faculty members are willing to take the great deal of time necessary
for such a project, and the financing can be found from outside, it could
be a valuable undertaking. Caution was expressed, however, about whether
such an institute is a likely way of developing the commitment to hard
work in a discipline necessary for graduate study. For students already
committed to a discipline, support for an extra year in graduate school,
as proposed in the previous section, seems a more fruitful way of using
limited resources. It could more easily be directed at filling gaps in
a person's repertoire of information and skills, and would be devoted to
persons already planning to work toward the Ph.D. and accepted into a’
Yale Ph.D. program. :

.
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DEPARTMENT OF BIOLOGY ' ~

‘Osborn Memorial Laboralory
‘January 21, 1976

Dr. ngmdn Brewster, Jr.
Office of the President

Yale University

New Haven, Connecticut 06520
Dear Kingman:

Here is the report of the Committee on Affirmative Action for
the Division of Biological Sciences. The committee was composed of
the following individuals: Clement L. Markert, Chairman, Marilyn
Farquhar, Richard Miller, Carolyn Slayman, and Dieter Soll. We
met at irregular intervals during the fall term and discussed all
aspects of the problems of affirmative action at Yale. In your letter
to me, you posed four particular questions and we can perhaps best
organize our report to you around these four questions.

1), What is the nature of the pool for poténtial junior
and senior appomtments" Now ? In the next f1ve
years?

We examined the data related to pool sizes from a variety of
studies, most of which were made available to us through the office of -
‘Associate Provost Mintz.. The data prove that the pool sizes for junior -
-and senior women are very different. Moreover the pool sizes for
_minorities--blacks, chicanos, and Indians--are all very small and
‘quite different from those for women. In fact, the problems of
affirmative action with reference to women are different in kind from
the recruitment problems posed by several minority groups. We . |
conclude that for women (excluding minority women) the pool of } R
potential junior appointees in the biological sciences is suff1c10nt1y . AE
large and of sufficiently high quality that every department in the
biological sciences can be expected to redress any imbalance that may
exist between the sexes at the junior level, This means that for the
next few years an unusually large number of junior women must be
appointcd in seéveral departments. We believe that the distribution of
men and women on the faculty should be approximately the same as in

“the student body. Thus, our junior faculty in the near future should
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be composed of approximately 30 per cent womien. We are convinced
that the junior women candidates are available; it only remains for

the departments to exercise the nccessqry 1mt1at1ve in discovering and
recruiting them.

For senior women the situation is very different. Because of
the small number of junior appointments in previous years at this
university and at others, the pool of available senior faculty is quite
small, We have no strategy for recruiting more than our fair share
All departments should be encouraged to seek out senior women for
consideration for appointment, but in our view success can only be
modest at best. We are not much disturbed by this prospect because
with vigorous recruitment of junior women the imbalance at the senior
level will be rectified within a few years, and that should be satisfactory.

Like the pool sizes for senior women, the pool sizes for certain

minority groups, blacks, chicanos, and Indians, are all exceedingly
small and this is so because of deficient training in past years. Other
minority groups such as those of oriental descent are well represented
and pose no problems of affirmative action. Recruitment of senior
faculty from the under-represented minority groups cannot be very
‘successful., The number of candidates is simply too small. Although
mlnomty candidates for the junior. ranks are steadily 1ncrea31ng in
“number, competition for thelr services is very intense and Yale can
‘succeed only if it devises means to get more than its fair share of
these potential faculty members. We have no specific strategies to
‘suggest other than to make departments aware that recruitment of
minority faculty will substantially strengthen Yale as a University and
enable it to better fulfill its academic mission. Substantial and secure
advances in the recruitment of minority faculty will only occur when the
pool sizes have been substantially enlarged by recruitment of minorities
into programs of graduate training. We must accept, regretfully, a -
long lag time for recruiting minority. faculty. - The time cannot be '
shortened or realistically circumvented. Only 1ncreased trammg at
the graduate level W111 alleviate this problem. -

2) At the level of entry into graduate training, what
" concrete steps should departments take to enlarge
that pool? ' ' a

The. comm1ttee believes that success at this level is vital to

" future success in faculty recruitment.. We believe that much improve-
ment can be made in our present performance. We suggest the following
spcc:1f1c meaqures ' S
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a) A program of visiting faculty fé].l_owsl'ui»ps for teachers
at black colleges to attend Yale for periods of a term or two should be
established. We know that fellowship support is now available from
the Danforth Foundation and from the National Institutes of Health to
support such fel_loivshi_ps-for faculty from minority schools. Depart-
ments can be required to cooperate in making such a program successful.
Faculty that have held such fellowships, on returning to their home
institutions, will serve to make known to their students the possibilities
for graduate training at Yale. There is no better way to present our
case to those colleges. However we should, in addition,-encourage our .
own faculty to visit and lecture at black colleges in order to advertise
opportunities at Yale. We should not neglect the possibility of ,
recruiting better trained black and other minority students from state
universities but the competition for these students is intense and we
can only expect to get our fair sharé. Our graduate school should
continue to make special fellowship support available to minority graduate
students who meet minimum department requ1rements. ‘

b) Mmorlty students commonly experience dlfflculty in
securing admission to the Yale Graduate School and even if admitted
‘commonly find thelr preparahon inadequate. One way to recruit
minority students f01 graduate studies and to increase their potential
for success lies in the development of summer programs. These provide
f'addltlonal training and also expose potential graduate students to
opportunities at Yale, Such programs have already been carried out
on a small scale and we recommend their substantial enlargement.
These programs are not very costly and external funds can frequently
be found to support them. Such programs provide needed remedial
education and at the same’ time allow us to screen and recruit potential
candidates. - : :
c) We recommend that an additional administrative
'lppomtment be made of a person who shall have responsibility for
discovering and coordinating programs of fellowship support for minority
faculty and students, principally blacks but also chicanos. Oriental
students are not under-represented and Indian students are so small
in number as not to present a significant pool of candidates; of course,
we should be alert to every opportunity for recruiting students of Indian
ancestry. Again your committee believes that the potontlal pool of
graduate students from under- represented minorities is sufficiently
large that a substantial number can be recruited for training at Yale,
Enthusiastic and determined efforts may be required of departments if
they are to succeed in this recruitment,. We hope the administration.
can dev1se way_) of rewar ding departmcnts for good performance
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3) What means tried by departments have been effective
for 1d<,nt1fy1ng and recruiting minority group or
~ women scholars? Do they share characteristics
that could be incorporated into divisional guidelines ?

We have no special comment to make on this question. Our
present search procedure should prove adequate for identifying minority
group and wonien scholars, The problems are in recruitment and not
in identification. ' '

"4) How best can we ensure effective ’continuing faculty
commitment to, and par‘t1c1pauon in, affirmative
act10n‘7

Your committee believes that success at each level will provide
positive reinforcement for success at other levels, Ivery woman
recruited to the faculty and every minority representative among the
- student body or on the faculty will make further progress so much
easier. The Administration of the university can be most effective by
keeping the goals of affirmative action continuously before the faculty.
~As the composition of the faculty gradually changes, less input will be
reqmred from the Administration.” Nevertheless, for some time to v
come, it will be necessary for the Admmlstratlon to make clear its
active concern. Thé Administration should authorize new appointments
in departments in ways that will stimulate and reinforce department
efforts at fulfilling the goals of affirmative action,

 Asa practical contribution, the members of your committee:
have individually assumed the responsibility of discussing programs
and policies of affirmative action with each department in the biological
sciences. We hope to make clear to each department the goals of
affirmative action, the expectations of the university Administration
and of our society at large, and to encourage departments to take
those practical steps in recruiting students and faculty that W111 improve
-the composition of the university community.

For the committee,

Clement L. Markert, Chairmén
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Affirmative Action in the Humanities:
- A Report to the President and Provost

I. The Committee: Formation and Focus

Pursuant to Pres:.dent Brewster s letter of May 13, 1975, the chalnnan,
- after consultation with the Provost, decided the committee should study on-
1y four departments in the DlVlSlOn of the Hmnamtles rather than the whole
lelSlOl’l. That focus, whlch reduced the problems of gathermg data to man-
ageahle size, also determmed in large part the membership of the committee.
Its members were Selected from the deparhrehts to be examined and in order

 to assare tepresentation lci)n the comnittee of both tenured and nen-—tenured
faculty, of women as well as men, and of at least One minority group. In
gathering and intefpretihg data, the committee received valuable assist'ahce

from Is. Frances A. Holloway of the Office of the Associate Provost.

-The four departments were chosen because they are all of exceptlonal
strength, and because they represent the pattern that characterized the
division: two of the departments, Engllsh and French, are concemed-w:l.th

- language and literature; two, History and the History of Art are not. ‘I\b
of the departments, English and History, are large; the other two are of
medlwn size. No small department was scrutinized because small depart-
ments have idiosyncratic rec:;uitrr'ent problems’pecﬁliaxj less to thei'r‘ dig- -

cipline than to' their size.
'II, The Pool: Definition and Characteristics

Before attempting to gather data, the committee tried to define the
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actual pool from which the four Yale departments will be.recruiting for the
next .'two qu_inquermia. That is not the whole national pool. There are in
.any case no accu{:ate figures for a national pool. The learned associations
do not now have figutes——categorized by sex and minority groups-—-about the
nurbers of graduate students and/or non-tenured faculty in the United
States. More important, those figures would not speak to Yale's needs. The .
Yale faculty is committed, as the oorrmlttee agrees it should be, to the par-
tlcular requirements of a umvers:.ty college. Those requirements call for
“the appomtment and advancement only of scholars with the ablllty, demon—

_ strated or potential, to perform-well as teachers, to act effectively as
feroers of the academic community, and to become important contributors to
their scholarly profession. Graduate students with the qualities to meet
those ch.terla have ordinarily sought their training in the best depar!:ments
in their field. Lesser departments, less well—staffed, rarely train young
men and women who can quallfy for appointments at Yale. So, too, the emi-

| nent depart:trents in eech field of the humanities not only attract the out-
‘standing graduate students but also employ the outstanding junior and senior
_feculties; That condition has matked the academic enterprise for at least .
two generatioris. It reflects a specialization of function that leaves to
about a dozen institutions the mjor task of _training and encou_raging o

scholarship ‘in the humanities.

As on'e' of those institutions, Yale has not recruited its faculty from
a full national pool. Such a pool includes individuals whose futures usu- |
‘ally 1ie in small ‘colleges where teaching is emphasized at the expense of |
~original scholarshlp, or in some institutions that can not afford to sustain '

the highest quality of mstruct:.on. Yale tends to recrult prunarlly frcm
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a pool supplied by institutions of an outlook and distinction similar to
its own. There are, of course, strong candidates trained at a much larg-
- er nunber of universities, but those candldates are fewer and harder to .
judge with confidence. They tend to be neglected unless they have con-~

spicuous sponsors.

The comuittee consulted, therefore, the chammen of the four Yale
departments specified and obtained a list in each field of the dozen
universities from which t‘ne Yale department has usually recrulted faculty .
in recent years and from which it might expect to oont:mue to seek can~
dldates in the future. Each set of a dozen depa.rtments (see Appendlx B)
1dent1£1ed by the related Yale department constltutes, along with that
Yale department, the source- of the real pool from which Yale will be re-

' crultmg, w1th exceptlons, to be sure, but not SO many exceptlons as to

damage_ the }representatlveness of thls sample.

The chauman of the corxm.ttee wrote letters (example in Appendlx A)
to the chairmen of the four Yale departments and the dozen other depart—-
| ments that had been selected in each_ field. Each letter asked for J.nfor-‘
matiou about three groups: graduate Students not yet wrltmg disserta- |
tions; graduate students wrltmg dlssertatlons, and assmtant professors
as well as non-tenured lecturers and associate professors. For each group,
flgures were requested for the total number, the mumber of women, and the
nurber of nerbers of mmorlty groups (see Appendlx B). The aggregate pool
of .fac":u_lty for each field; in the committee's view, consists first of
those now assistant professors; along with a few.more advanced students.

That g’roup. contains the scholars, obviously with some, exceptions, each de- B
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partrent might ooneide'r for tenure appointments durlng the period 1977-
1982. The less advanced individuals within the pool are tho‘s‘e-_ a depart-
‘ment might consider for junior appointments in the same period, and they
form a considerable part of the group thet‘ will be oons‘idered fo'rv tenure

appointments in the following five years (1982-1987) .
ITI. The Data: Nature and Interpretation

As rhe tabulaf:ions in Appendix B reveal, the committee received re-
plies from about 70 per cent of the departments solicited.’ 'I'har volume
~of responee seemed to the committee and to the Provost, who was again
oonsulted, to constltute a sufficently - 51gn1flcant sample for the pur—
poses of the analys:.s in this report. Further mqmrles, moreover, were
unlikely to yield more data, and almost certain to irritate chairmen al-

ready harrassed by_countless- surveys.

In sollcn.tmg and tabulating J.tS data, the oonmlttee made no, effort
to dlfferentlate sub~-fields within a general fleld A request for dif-
ferentlated 1nformatlon that was c:.rculated several years ago y:.elded a dJ.s-
appomtmg response, partly because it asked for more data than its re-
cipients had the time or inclination to furnish, partly because defini-
‘tions of sub-fields vary in same measure from department to department,
More J'.uportant, the data that the comnlttee accumulated serves its pur—'
’ pose——the prov151on of a sallent statistical sample that indicates the
probable avallablllty of women and minority candldates for the four Yale
departments in the corm.ng ten years. Those probablllts.es permit the com- ‘ |

mittee to proceed toward the recammendations the President requested.

The data tabulated in Appendix B lead to the following conclusions:



-5

1. For all four depa:ctments except HJ.story, there exists a substa.n-
tlal pool of wamen candldates for senior and junior: appomtments in both
qu.mquenma, a pecol that is growing. The pool of women is also substan-
'.tlal for junlor appomtments in History during the earlier quinquennium
and for senior appointments thereafter. (As the comnittee sees it-, His-
tory dlffers from the other three depart:ments in bemg closer than are
the others to the somal sc1ences, which have been attractlng fewer women
graduabe students than have the humanities). The size of the women's
pool probably falls somewhat below the percentages the tables reveal Some
women will be wmll:_ng to come to Yale only if their husbands can find em-
ployment in the area; others may be 1n training for miseun, archlval or
other non-mstructlonal occupations. Still, those considerations also ap-‘

ply to many men.. Overall, then, the pool of women candidates in the four

fields, is sufficiently large to suggest that, on the basis of statistical

' probability only, Yale appointirents in the fields examined will run cloSe

- to- one—qua.rter to one~third women during the next flve years and the five
N

years thereafter. (The committee w1shes to emphas;ze that the. foregomg

: statement oonst:.tutes nelther a reooxmendatlon nor a predlctlon, but an

analy51s of a statlstlcal sample) .

é. The pool of minority candidates in all fields and for both qu:m— _. .
quennia is lamentably sma.ll, between five and ten per cent. Further,
those figures are dlstorted The cormittee employed H.E.W. criteria in
oollectJ'_.n'g data, and therefore included Asian-—AmericatnS within the de—
finition of minority. The office of the Associate Provost suggests that
Asian—Americanslconstitote.a considerable fraction of those included in
;.the'tabdlations'. But Yale, without in the least wishing to limit or ex-

clude As:.an—AmerJ.can cand:.dates, has stressed the need to recrult blacks
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and }{ispanic—Arrlericans. The latter two groups probably make’ up no more

than three to eight per cent of the total pool. Again, then, on the basis

of statistical probability only, Yale will find it difficult to recruit a
significant nurber of blacks or Hispanic—-Arrericahs for any of the four de-
partmemts during either of the next two quinquennia. :Furthér,' the compe~
'tifion for the few candidates available is bound to be fierce, and: many

of them méy prefer to £ind enplcyn*ént in commmities larger and more éos—‘-’ ‘

nbpolitan than is New Haven.
IV, Recomrendations

The committee's recommendations seek at once to sustain the high
quality of the four departments and to achieve an increasing and accelerat-

ing rate of appointments of women and minority candidates. The achieve-

_m_ents to date, as reported in the Yale Weekly Bulletin and Calendar, | Decan—
ber 15, 1975, fall short of what the committee thinks may be possible in
the 'future.‘ The presént_l’inu’.tations may reflect no failure of effort by
the four departments, nor any debil'itating ‘awkx(rardness in pmcedufes, | but
rather‘/the limited size of the-preserit pool That pool has bequn to grow. . -
Accordingly, the university shduld expect a subsﬁahi:ial inérea'se in the

employment and advancement of women in the ranks of the four departments.

The committee resists ‘any thought of departiﬁg fx.'cm traditional stand-
" ards of excellence. Those standards should be iﬁtérpreted- flexibly, but
they must be applied uniformly; And yet, for reasons elaborate;i more than
ten years ago in the ‘Dahl Report, the quality of scholarship must continue
: to be a weighty factor, along with the qualities of teaching and citizen-

ship, in the ‘evaluation of candidates for any position on the_‘faculty.
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But the. quality of pul;;ished scholarship is more important than the quan—.
tity of that scholarship. - Strong departments, like those examined, can
afford and should endeavor to appoint young schoalrs, ‘even to tenure po-
sitions, who have not yet had ture to achleve 1dent1f1cat10n nat:.onally
or intemationally as the very best in their field. It is suff1c1e_nt and
: essential to take ‘paiss- to identify those who have revealed in their pub-
lications strong potentialities for becommg the best, or at leastt for
achieving a level of exoelience of which their colleagues can be proud.
Such a policy is vital if_‘ women and minority candidates are. to gain tenure, -
for xﬁost’ who are approaching that stage are and will for some time con-
tinue to be relatlvely young. So, too, in the appointment of non—tenure
faculty, effect:.ve afflrmatlve action, as well as the mtellectual well—

* being of the unlverslty, depend upon stressing the quallty of scholarship

" more than the qoantity, with a continuing concern, of course, for teaohing ‘
and citizenship. ‘The recroitrrent of assistant professors should provide
the surest route to the appomtment to tenure positions, and the pool of

: women ellglble for cons:Lderatmn as assmtant professors is growing rap-

idly.

To: mcrease the probabllltles for the appomhnent of women and minor-
1ty candidates to tenure positions during the perlod 1982—1987 the com- '

mittee reoonmends a contlnua.nq, extens:.ve, vigorous search for quallfled

candidates from those groups for non-tenure appoinﬁnents during 1977-1982.

For appointments to tenure positions during the period 1977-1982, the

committee reoorurénds.no concessions to the maintenance of_ excellence as
~described in the foregoing paragraphs. But the cormittee has more to say

- about affirmative action in that time span:

i
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~  The committee received a proposal suggesting that, when a resignation,

retlrement Ior death opened a tenure vacah'cy',- the administration might "com-.
pensate" a department if that department appointed a women or a minority

| ‘candidate to the vacancy without regard to the sub—field opened. "Compen-
satlon“ would take the form of an 1ncremental asslstant professors}up for

the sub-field. The committee does not reoommend a universal. appllcatlon

of that practlce.

Still, in order to make up for a long period of neglect ’ and in order
to give woren and mmorlty rembers the comfort of being nore t-han J.solated
cases in thelr departments or dJ.v.Lsmns, the unlversrcy should, to the lmu.t
of its resources, permit mcremental tenure appointments when extraordlnary :
candldates from those groups hecame available in fields where current needs
and perhaps openmgs do not ex1st. The word "extraordmary deserves full

emphas:l.s , but it should be construed as descrlblng promlse and potentlallty

as well as reputat:.on or full achievement.

That policy, already enunciated by the Administration, would receive
stronger implementation, the committee believes, if department chairmen
were reminded more often and more forcefully of the opportunities. the poli-

cy offers and of the importance of the policy itself. | The committee’ recom-?

mends spec:Lal emphas:.s on the followmg paragraph in the ex15t1ng statement

about affirmative actlon at Yale'

Budgetary Support for Senior Aggomtments :

In order to permit a department to make the appomtment
of women or minority group members when its budget may not -
wholly cover such an appointment, the Office of the Provost
is prepared to supplement the department's resources. 'Such -
assistance may be extended to permit a department to make an
appointment either at the senior level by augmenting the funds
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available from the conversion of a junior position or at
the junior level, in cases of unusual quality, even when
the candidate does not meet the current sub-field priori-
ties of the department. This prov3.51on, approved by the
Corporation in 1972, is still. in effect, and is intended
to encourage departments to appoint to their faculty waonm-
en or minority group members, especially at the senior
level, even if the sub-field priorities of a department
would not result in an appointment in that area at that
time, or if such an appointment would create a temporary
overlap in sub-field coverage. )

As the committee sees it, though compensatory efforts should be sig-
nificant; 0pportunities for affirmative action in tenure appointments lie
primarily in the contmued cultlvatlon of e}o.st:ng procedures and w1thm _
the authorlty of the Provost to allow depar’anents time to f111 vacated
line positiaons. Durlng the next five years financial constra:mts will
doubtless inhibit even the. replacement of tenmed faculty who depart Con~-.
sequently the university must exercise every precaution to assure that‘
each tenure appomtment has gone through an exactlng review to assure
that no feas:.ble woman or mJ.norJ.ty candidate has been overlooked. The
statlstlcal tabulatlons demonstrate that there w111 often be a substantlal
nurber of women who merlt conmderat:.on.  Indeed the statlstlcs suggest’
that for the four departments or for the lelsn.on as a whole, a failure
to direct at least a substant:.al proportlon--perhaps a quarter or a third—
of tenure apporntments to wamen during the next qulnquennlum (1977—1982)
would imply that careful search procedures have been 1gnored, or that too
little attention has been given to promise and too. much to fame This is
not to say that the unlvers:Lty should establish prec.Lse quotas. - For

reasons already dlscussed, the same observatlons apply to non-tenure ap-

pointments. .

- Affirmative action also depends Lipon the policies of the Provost. If



deparmrs can 'retain a line position only by filliﬁg it quickly (for ex-
ample, within a year or two), then the pressure on the departments to locate
qualified candidates will operate to ‘the particuliar disadvantage of women,
for although they are méking—up a larger and larger part of the pool, they
are still relatively close to the start of their academic careers Accord—
ingly the committee recdm\ends that the Provost, whenever pos_sible, ‘hold a
vacated tenure position for a department for up to five years. That policy '
would allow time for_ non-tenured faculty, men and women alike, to demonst’r’ate
their capacities, and permit chairmen to searwch lenger for distj;nglﬁ.shed
candldates still emerging at other outstanding universities.. ' Of course in
the case of some sub—flelds a department may not be able Judlcmusly to wait

five years, but ordinarily there should be less need for speed.

While the foregoing recamendatlons should, in the opinion of the com-
mlttee, support: a successful program of affirmative action for wamen, they
w1ll not mach mprove the past rate of recruitment and. advancement of minori-
ty _candldates. That slow pace doubtless derlves partly from the current con-
ditions of the acedemic world, beset as it is with .financial blight ,' small
chance _for growth, and endemic unemployment, particularly among humanists.
Those conditions must dampen the interests of black and Hispanic-Americans
in entermg an academic career. There is therefore an urgent need for new,
persuaswe mducements to attract blacks and Hispanic-Americans to graduate

-work in the humanities. The urgency arises in large part from the decision
of the Ford Fomdation.to' cease its support for minori_ty c_jraduate students,
support that currently sustains 50 per cent of them in the United States
and 40 per cent at Yale. The reckless indifference of the federal govern-

ment to trammg grants for humanistic. scholarship intensifies the problem
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at just the time that H.E.W. demands that universities hire mmority can-

: didates in nurbers beyond those available.

On those accounts, the committee recommends that Yale take the lead

in establishing a new program, directed to black and Hispanic—Americans’.,
and nodelled roughly on"the Carnegie Teaching -Fellcwships of a decadeago_.'_
Such a program should attempt to identify able minority students still in
college, and to offer them a ‘generous two-to-three year fellowship to per-=
mit them to sample the traim.ng and the life of the scholar—-teacher. Sup—- -
port should be suff101ent tc permit them to move :mto professmnal educa-
tion if they decide against an academic career. The program, 11ke the

- Carnegie Teaching Program, would require a ccmbination of enrollment in

graduate seminars and supervised teaching in college courses. It would have

' to be sufficientiy rigorous to provide an hones£ test of the tribulations
oi‘ schoiarehip,and the demands of teaching. In the cammittee's judgment,
:_such a pmgr;am would benefit if several institutions were. ‘to join Yale in

| org_anizing it, operai:ing it, and soliciting funds to finance 1t The need
ncw is to reach a larger potential constituency by far than that in Yale
Oollege, and to encourage minority students to test the academc life by
offering them a variety of env:.ronments rather than Yale's alone. Yet a
joint venture should include at the outset only institutions di_stinguished,
as Yale ie, by their strength :in the humanities, and characterized, on the
hasis of past experience, by a capacity for unselfish cooperation. Those

criteria point most directly to Princeton and Stanford.*

*The cammittee believes that public universities would find it dif-
ficult, if not J.nposs:Lble, to join the program, and the law governing
discrimination in grants and ‘admissions may raise cdmplex legal probléms.
even for private :mstitutions. Yale should probably eéxplore those ques-
tions. , . : _ :
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Expansion of the pool of minority candidates, even‘ if successful, will
not affect statistical probabllltles during the next f.we years. The com-
mittee is therefore -especially concerned about assisting the few m.morlty
students now in graduate school. Graduate educatlon, at its best a lone-
some experience marked by uncertainties, can be particularly formidable
| for mmorlty students who ord.marlly have no oounsellor who can fully re-
| cognize the intensity of their problems Most graduate students probably
need better counselling than they receive, but mlnorlty students ‘need it

-most., The oomm.ttee therefore reoorrmends that the Dean of the Graduate.

School employ counsellors from mlnorlty groups as soon as possible to as-
sist m.morlty students in achlevmg a better adjustment to their programs,
and thereby to reduce »the current rate of attrition among mm'ority students

seeking the Ph.D. in the fields of the humanities.

The cammittee also reccmmends that Yale, preferably in company with

‘other, similar institutions, seek funds to finance post—doctoral fellow
ShlpS of two or three years duration for members of mmorlty groups. Those
fellowsh.lps are needed especxally by those who have recelved the Ph.D. from
| less than excellent universities and by those burdened by the heavy teach:Lng .
asksic.g'mrents' characteristic of somany small colleges. Post-docboral work,
directed alike to teachmg and to scholarshlp at umver51t1es with Yale s
strength in the humanities, would enhance the preparat:.on of minority can—-'
dldates for teachlng in s.unllar institutions, and give ‘those candidates the
tixre to demonstrate by publication the strength of 'intelligence,' leéming

\

and insight that might otherwise go unrecognized.

The co:mu.ttee is also persuaded that Yale "depar‘hnents lack the facili.4-
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ties fully to identify outstanding minority students in graduate training.
A ptogram for post—doctoral fellows would remedy that deficiency in part.
But chaitméh are transients‘, who leave their posts almost before they can
master their responsibilities, and the lack of 'cohtinuity in the appoint-
ment process is match_ed'by the idiosyncrasies ot‘ responses to advertise~
ments for openings. A productive, continuing program of identification
of talented mj.nority students Iin training throughout the nation needs to
be organized at the university level. At the least »such a program would |
entail continuing commmnication between the office of the Provost and coun-
terpart offices at institutiohs like Howard UniVersity and the University

éf Puerto Rico. The comm.ttee recomrends that the Provost explore the pos-

51b111t1es of proceeding in that way, not in order to-raid *Howard -or Puerto
Rico of able graduate students, but in order to locate those graduate stud-
ents with the potentlalltles for employment as non-tenured faculty at Yale,

perhaps after further post—doctoral experlence.

The committee has little confidence that the foregoing recommendations
are _adequate._ They should assure a: more suceessful proéram 1n the employ- '-
ment and advancement of women. But they can prov1de only a start towa.rd
the recrua.tment and traJ.nJ_ng of more mlnorlty students in the humanltles.

In the absence of a start at least, two quinquennia Wlll pass before Yale
can expect to employ ‘the men and women it needs to dlspel the legltmate
anxieties of m.morlty students in the college, and to create a genu.me open—

ness of careers in the humanities to young Americans of talent.

John M. Blum, Chairman -
Walter B. Cahn
. Pedro Castillo
FElizabeth A. Davis
Beverly Livingston
. Martin Price
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OFFICE OF THE ?ROVOST

Septenber 26, 1975

Mr. Myron Gilmore
Department of History -
Harvard University
Cambridge, Massachusetts

Déar My:on: .

At the request of the President and Provost of Yale University I am
wmncéertaking a surve; Y1 with the help of a faculty ccrmittee, of our recent
effirmative actlons in the humanities and of our prospects for affinmative
acticn in the near future. On that account I am wrxiting to only a. few dis-
tinguished departments of English where the cuality cof instruction of ‘grad-
vate students, and the excellence of the students therefore attracted, are
such that we at Yale and at similar institutions reqularly turn to them for .
cand 1datr~s for appointment here. I realize that this letter contains a re—
quesit that will be a nuilsance for you, but I hore that vou in turn will re-
coqnize that I am imposing upon you becauss of cur respect for what you and
your colleagues are doing. :

In conducting this sm:vey I am rot seeking the kirnd of data which will :
tell us prec:Lselv the nature of the pool of candidates for any particular o .
appointment, for exarple in recent American poetry or Imgli sh redievel art I
history. PRather, I am txying to find out the general nature of the pool of
young scholars of high quallty vhom we might one day hope to attract to Yale.

I have therefore only three relatively sirple questions to ask‘ yoﬁ to
anszer, and I hope that you will not find them too burdensome.

First, in the aggregate \~‘1at is the nurber of Ass15tanL Pro;.essor" and
others of siirilar rank (for example non~-tenured Associate Professors or Lec—
turers or Instructors about to kecome As sistant Professors) in your Gepart-
ment? How many of that nurber are voren? How rany are nerbers. of mnorlty
groups (blacks, Zmerican Indians, or descendants of Spanish—speaking or Asian -
Arerican families)? _ , ERT S

Second, in your department how many of your graduate studentb are now
writing dissertations? Of that number, how many are women? HOw many are
nerbers of minority groups as defined above? )

tird and last, how many of your graduate students as of this Septenber Y
are working at a stage preliminary to dissertation? How many of that number E
are women? How many are members of minority groups? : :

My coll eaguﬁs and I, the Pre31dent and Provest will be most appreciative
indeed if you can answer thesn auestl ns at your early convenience. Tham'
you very much.

Yours smcerely,‘

ﬁ)" e e 0 /.S(—L»-

| o \ | ‘I/ol'm M. Blum |
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. 5 March 1976 ' ' DEPARTMENT OF ASTRONOMY
- WATSON AS'I'RON()MY‘(:llN'l'ﬂR

Box 2023 Yale Station

Tel: 4 30-3400,.430=3401

Area Code 203 '

President Kingman Brewste '

Woodbridge Hall =~ -

Dear President Brewster:

At your request, a small committee consisting of faculty members
in the Physical Sciences has examined the role of women and minorities
in the departments comprising the Physical Sciences at Yale. Most of
the work of this committee was completed under the excellent chairmanship
of Professor George J. Schulz, until his tragic and untimely death at
- the beginning of the year. We wish ‘to record our gratitude for his efforts
‘towards the goals of this committee. '

_ We believe that the sparse representation of women and minorities
on the faculty in the Physical Sciences is largely due to their small
numbers in the pool from which such faculty can be drawn. Accordingly,
our suggestions for action are of two kinds. First, we recommend direct
and immediate action to ensure that qualified women and minorities are
not overlooked in search and selection procedures for faculty. Secondly,
we recommend ways in which Yale can improve the future pool of such
scientists by accelerating its admission of female and minority students,
as -undergraduates and graduates, and by endeavoring to employ more of
- these people in postdoctoral positions and as Gibbs Instructors; another
suggestion for indirect action is to give maximum visibility to those:
women and minorities who are at Yale with responsible positions in the
‘Physical Sciences, in order to provide needed role models. for aspiring
science students. o o : : :

Our specific proposaié are .discussed in the enclosed report, and
- gummarized in its final section. : '

We urgently hope that these pr0posalé will be endorsed by yourself
and the Provost, and that immediate steps will be taken to put them
into effect. '

Respectfully submitted,

.E,féoberthepingef -

Ma;shall Eixmaﬁzf ,
.y;.. : (/) ’)’L/
Kathleen Sifikinson

o chiier AN T ot
Beatrice M. Tinsley o

KWL
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REPORT ON AFFIRMATIVE ACTION IN THE PHYSICAL SCIENCES

Women and Minorities in the Physical Sciences

"WOmen and minorities are sparsely represented in the Physical Sciences:'
at Yale, as has been recently documented by the Provost and President in
their "Statement of the University 8 Policies on the Recruitment and
Appointment'of meen and Minority Faculty and Staff", published in
December, 1575. A briefvsummary by department in the physical_sciences
is attached (Table I); here it is seen that the representation of women
and minorities is especially low at'the faculty leyel, where 3 out of
179 members (1.7%) are women and‘none is black. We have considered.the
cauées_of thia Iow‘representation, not only on the faculty but also down
to the undergraduate level, where of course the future pool of faculty
‘members is:generated, and'in the Report-we present some suggestions for
‘appropriate action.

The immediate reason for‘Yale having small numbers of women and'd
minofities'at each academic level is clearly their poor representation,
in the pool at lower levels, Because the fraction of momenior minorities-
‘in any given field in the physicalisciencés is. small, departmentS'éannot
readily appoint‘or admit such.people in significant numbers. ‘Tofdocument_ |
the small size of the pool for faculty appointments,.Tahle Il,vattached,
ahows approximate percentages-of Ph.D. degrees granted to women and. .
minorities in the various disciplines comprising the physical 301ences.
Women constitute 9/ of the pool in chemistry and O. 1/ in engineering,
-with the remainder of the disciplines falling in between. ,Blacks,constitute
about 0 8% of the pool. The remainder of thevidentified minorities_are

an insignificant_portion-of the available pool, except for Asian-Americans
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_ Thé‘low numbefs of women pursuiﬁg_the physical sciences at the
Uﬁiversity léVél is coﬂfifmed by the undergradﬁafe eﬁrollment at Yale
College: Whereas 12% of the men of the class of 1976 chose the
éh}aiéAl éciences, only 2.9% of the women_indicated.the.physical sciences
aé theif;ﬁajor area of,study.v

We have addressed ourselves briefly to the question why so few women
and minqritieé major in the physical sciénces. To a large extent, this
queétioﬁ is beyond the scope of our coﬁmiftee, having to do with the
tfaditions of society, patterns of counselling in high schooly, earlier
iﬁfluences, and inequalities of opportunity that Yalé can do nothing
&irectlyvto,reétify.‘

~ The roles that we believe Yale can play are (a) in encou;aging more
minorities and women to entér the physical sciénces;‘by identifying talented
members of these groups at all academic levelgﬂand aftracting them tq Yale
when appropriate; and (b) in taking éhe fullest aanntage of the
available pool. by presenting women and minorities witﬁ thorbughly unprejudiced
opportunities at the faculty level.

‘We do'not believe tha; any quick remedies can be‘prescribed for the
bresent small repfesentation of women and mihorities. The availablev
étatisticsﬁshOW,that thei: participation in some of the physicaleciencesi

'is increasing very slowly; in Ast;onpmy:the percentage of women invtﬁe"“
ﬁrofesSiohal,society in the United Stateé is‘actuglly'deéliniﬂg (from |
17% iﬁ 1945 to 9% atlp:esentr) To the extent‘that‘thesé trends reflept
?he;inertia of attitudes influencing people ﬁrior to their ¢hoice.of'

.careers, thevaarh that -no drématic changes can be expected at Yale in
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the near.future._ Nevertheless, by concerned eftort'atithe present,time,.'
‘Yalevcan help tovremedy-the'effects of biaSes that hayenin the.past

) discouraged talented minorities and women from pursuing a career in the
vphysical sciences, and can add to the excellence and diversity of its own
lscience departments by attracting members of those groups who arevalready‘

. highly qualified.

Undergraduate Students

The. Admissions Office is undoubtedly aware, but should be continually
reminded, that members of ‘minorities and women in the physical sciences
are a minority within a minority. Continuing efforts must be made to
:‘identifyvtalented-people and attract them.to Yale. The‘number.of gifted
minority students.in high schools nho are interested'in the physical
sciences is very. small, and many of the top schools ~compete for this small
’vnumber of students. The Admissions Office, in cooperation with the School
Committees, must convey to these students the unique advantages of Yale.
‘The Admissions Advisory Committee should check periodically that all is
done that_can be done'in this respect. |

Once this type of student comes to Yale, his or her freshman advisor
should be.selected with care. " The College Deans should assume responsibility
-, for ensuring that.no student is discouraged from pursuing the physical
l:sciences merely because the field is relatively unusual at Yale and o
:.because there are few precedents of success by.minorities or women.: In
.thishresPect,'students can be significantly encouraged‘by the presence of
.minorities and women who have ''made it" into the higher levels of physical

sciences, whether into graduate school or to the senior faculty, 80 1t is
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impOrtant that'these people‘be made as visihle as possible to undergraduateq.
We discuss this point further in the section on Faculty Furthermore, it
would be useful to designate minority and female faculty members and
graduateustudents‘in,the physical sciences as supplementary advisors to
their counterparts among prospective science majors, in order to .provide
‘udirect encouragement and help with specific problems that these students

may encounter.

" Graduate Students

lhere are at present 55 female graduate students in the physical
.‘sciences, comprising 187% of the total graduate student body.- This numher
compares favorably with other schools such as MIT although Table I (attached)
shows that some departments have a percentage far below the 18% average.
There are only five blacks (1.5%) and it is in the area of minority -

recruitment that the primary effort must take place. |

| A recruitment program for minority students is being actively pursued by
the office of the Dean of the Graduate School. This program involves
:the identification of prospective graduate students, trips by Yale‘

Graduate Deans to selected institutions, assistance in'the application
procedure, and special consideration for fellowship support. The recruitment
of minority students by the. individual departments is also encouraged.
The yield of minority students by means of this program. has been very

'small in the physical sciences. One reason appears to be that talented

' minority students gravitate to law, medicine, social service and teaching,

but there are indications that interest in the physical sciences_is
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We strongly encourage the continuation of the recruitment program for
minorities because we hope that it will increase the number of minority
graduate students in the long Tun.
fJ We urge that a similar program be undertaken to recruit female
graduate students in the physical sciences, especially in those disciplines
showing poor representation in Table I. Every effort should be made to
offer fellowship support to qualified women who might otherwise choose a
different school that provides support. In the consideration of need for
support, it should be noted that women, more often than men, bear extra
Vexpenses for child care or for commuting from a home near their spouse's
place of employment.. |
| "~ The failure or dropout rates for minority students at Yale are not
fsignificantly greater than those for all of 'its graduate students, which
_.indicates that the recruitment procedure, although it has a small yield
is effectively providing well qualified students. We hope that these
high standards will be maintained Some'risk is; of course, implied in
the use of gpecial recruitment procedures, but the admission of marginal
women: and minority students should not be practiced, or their inevitably '
greaterffailure rate‘will ultimately regenerate prejudices'and lowered‘

expectations.

Postdoctoral Appointees

 An important component of the education for a physical scientist

- who ultimately desires a faculty position is the postdoctoral research

; experience. Of a total of 81 postdoctoral personnel in all the physical
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sciencgs at Yale, 10 are Qomen aﬁd there are no blacks. Table I lists
a breakdowﬁ according to'départment.

Since postdoctoral personnel are usually hired by individual principal
investigators and paid on grants or cénfracts, the Universiﬁy administration
can‘do relatively_little to accelerate the hiring of minorities and women.
at‘thisblevel. We suggest that allvprincipal investigators be reminded
that Yale is anxious to have women and minorities in bostdoétoral positions,
and that they be urged to give such candidates very careful consideration
for their available positions. Some extra effort will be called for,
because for various reésoﬁs minority and female candidates may have somewhat
unusual backgrounds. For example, graduates from less prestigious institutions
have credentials that are harder to évaluate than those of students from
well-known schools With familiar thesis‘advisofs; moréover, therg are
some extremely promising scientists among those whose careers have been
delayed by family'commi;ments or other circumstances, and such people can
be identified only by a careful and unprejudiced stud& of their individual
mérits. A postdoctoral appointment can be the turning point in a career
for a highly able person who has previouély not-had the best of opportunities,
and someone who is using a Yale poéition in this way is likely to prove
tﬁe most dedicated and enthusiastic of research colleagues.

We propose that the Associate Provost's office send a brief statement
to all faculty members, including the above points.» B

An additional valuable step would be for Yale to publicize a combined

list of postdoctoral openings in the physical sciences, with a statement
(that womeﬁ and minorities -are actively sought. Ihe Associate Proyost has

agreed to combile such a list, and to be responsible for its publication
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(for example in the journal Science, which carries a widely read list of

job'vacancies).

Retraining Grants

\Positions at apprOXimately the level of-postdoctoral appointments
._could be'opened at Yale for the retraining of individuals who have completed.v.i
‘theirsdoctoral work. We recommend thet funds be made available in order
to support a small number of women and members of minority groups who desire - -
‘to undertake retraining at some point following their doctoral work. 1In

some cases this ‘may mean retraining within their original field ‘in other
cases, ‘this provides for retraining in a new field.

We envisage a training period of one or two years in which the
individual will attend courses and seminars within a field and will attempt .
to participate in research in that field. In some cases this training period

: will<allov an individual to become a far more knowledgeable teacher; in
other cases it will allow the individual to involve himself in a stimulating
research environment (possibly for the first time).

The value of this program should be measured in two ways. first, it
:Will act to increese the pool of compententvscientists who are women‘or
members of minority groups by improvingbthe background of undergraduate
- teachers. - Conceivably some of the individuals involved will go on to
1researchzeareers. Second, it will provide a greatervparticipation of women
iand'nembers of minority-groups in thelscientific 1ife at Yale University.

We' believe that ‘this will help to provide role models for Yale undergraduates{
viand may help in the recruiting of faculty and graduate students. |

: We recommend that_this program be»eetablished on a small scale‘and o
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initially be handled through the individual departments as they receive
inquiries. After several years' experience it can be determined whether
a more formal program should be established. |

We do not view this program as a method for departments té obtain
postdéctoral agsistants or to staff their courses. It is possible that an
individual in this program could be offered a faculty or research position
after his quality becomes apparent.

This program should not be supported from general appropriations. We

recommend that foundation support be sought.

Gibbs Instructors

The Gibbs Instructorship in Mathematics and the Physical Sciences is
a most successful program. Annually about elght candidates are éelected
by the Science Advisory Committee oh the basis of recommendation by the
various departments. The nominations are based on a national competition.
These appointments,‘active for two years, enable the most promising young
scientists to pursue their chosen regearch in a stimulating surrounding.
However, the number of women_in this program is small (1 oﬁt of a total of
14 in 1975) and ﬁhere are no blacks. |

 It sometimes happens that in a given department, or during the
interdepartmental selection procéss, women or minorities are rejected not
on £hé basis of quality, but because their particular field of study is
not the one most attractive to a department. 1In such cases, an excellent'_
.opportunity arisés for the University to augment its numbers of women

‘and minorities, without any threat of relaxation of the stringent academic
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: standards applicahle to.Gibbs Instructorsi We Strongly suggest that Yale
extend'to'the Gibbs instructorships the policy now in effect for faculty"
appointments, whereby additional funds are made available to hire a woman
or minority person who has superlative academic qualifications, but in'a
.field of study that would not otherwise be sought. This policy should be
:implemented in such a way that the number of - Gibbs Instructors selected
by the usual procedure is not reduced, 80 that there is no discrimination
dagainst the majority of applicants. It should be emphasized that there is
‘no question of,making appointments with reduced academic standards.

'We believe that the adoption‘of this policy for Gibbs InstruCtOrships
would enable Yale to give unique career opportunlties to the most promising
minorities and women at this level, while benefiting from further diversity

in its scientific community.

Faculty

VOut of a total of approximately 179 faculty in the physical sciences,
only three are women (one on a visiting appointment), ‘none is tenured, and
there are no blacks; There is a clear need to increase the numbers of
women - and minorities on the Yale faculty in the physical sciences, not
only to satisfy 1egal requirements, but ‘also to give Yale the benefit of
further social and cultural diversity, and to give minority and female .
'students models to emulate and an environment more congenial to their
aspirations. | |

| It is. also clear that the achievement of visible numbers of women
iv and minorities is a very difficult task at the present time, largely‘

kbecause the: numbers in the pool are 8o small.\ Numerical goals based on"
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graduation statistics give such small numbers as to be meaningless, and

in fact it is questionable whether the statistiﬁs of Tabie II are applicable
to the problem at hand. We do not know how many of the women and minorities
~who have attained the Ph.D. (see Table II) reach the subsequent stage of
_sgccess in their career which would qualify them for f?culty positions.
Moreover, departments usually wish to fill a given faculty vacancy wiﬁh a
scientist working in some sﬁecific field, so tﬁe potential number of

female or mihority candidates for a given position is generally extremely
small or zero. |

We note with satisfaction that it is the policy of the University to
provide supplementary budgetary support for faculty afpointments.of
women and minority groups, so that‘deparﬁments can consider qualified
women and members of minorities for faculty positions without regard to
the iﬁmediatévneeds of the department. We hope that thié policy will
be put widely into practice in the near future, so tha£ departments will
have confidence that the appointment of such people will not reduce their
faculty strength in necessary areas of specialization.

We feel that a large portion of the responsibility for affirmative
actién must reside in the individual departments. Only the faculty in each
discipline can be familiar with the needs of the_departments, the quality
standards, and the individuals available-in the pool. An independent office
can go through the mechanical aspects of the pfoblem and it can ensure
compliance with applicable 1aws; but it cannot add;ess the fine nuances
involved in each instance of filling a faculty position. While strongly
endorsing the efforts of the Associate Provost in ensuring legal compliance,

we suggest that further significant responsibility be assigned to a member
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of the faculty in each department. This person should be sincerelyv
.concerned in seeing that departmental selection procedures are unbiased
not only in the consideration of applicants for a position, but also in
the search for candidates.> He or she should ensure that searches are not
limited to institutions which minorities and women are‘less'likely.to
'attend ("the old boy network'), that prejudicial judgments on the basis of
sem, race;.age; etc; are avoided as far as humanly possible, and thst.the
vdepartment seriously considers possible minority and momen candidatesbfor'
hiring under the University's policy of providing supplemental funds. The
‘responsible faculty member in each department should be appointed by the ,
Associate Provost, in consultation with the department chairman.. - |

-1t 1s important that the women and minority members who do come to
Yale in faculty positions (including the Gibbs Instructorships) be given
maximum exposure to students and the Yale community. We suggest that
these faculty members be associated with- a fellowship in a College as soon
‘as-possible, be asked to give seminars, and be askedsto‘teachAcourses
'where they will‘haye the'strongest.possible influence on women and minority
students_for whom the presence of a successful model may be a significant
source of encouragement in a prospective career in the physical sciences;
upper?level'courseslfor science,majors and'firstfyear graduate courses'
would be the most effective. In this way, the qualified women'and‘
minority scientists who do come to Yale as faCulty will help to increase
~ the diversity of the future‘pool.

Thedadvantages of having'female and minority scientists could bei

- further realized by implementing a program of invitations to Yale of

jprestigious members of each discipline, as visiting faculty., Such a

i .
)
LA B I
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program must be very carefully administered to ensure that the tenporary
nature of the appointments does not connote an inferior status; other

programs for bringing distinguished visitors to Yale can serve as models,
and there need be no designation of the appointments as enclusively for |

women and minorities.

Conclusions

The physical sciences have not been a .favorite area of study either
for women or for minorities. As a result, the pool of qualified people
in the physical sciences is small for women and almost non—existent for
racial minorities, so the problem at hand has no immediate solutions. We
suggest that Yale must make significant attemps at all levels - undergraduate,
graduate, postdoctoral Gibbs Instructor, and faculty - to improve the
representation of minorities and women. All departments must participate
in this effort, assisted by the various offices of the central administration, .
i.e. the Deans and the Provost. The efforts in affirmative action will be
more fruitful if funds could be earmarked temporarily: for all these‘purposes,
as in fact they are already Being earmarked for support of minority students
and for additional faculty. Asvoutlined above, it would be desirable to
extend special consideration for fellowship support to female students,
and to extend the policy of funding supplemental faculty positions_to the
Gibbs Instructorships. | |

Our proposals for action approach the problem both directly and
indirectly. Direct and immediate action is urged to ensure that qualified

women_and_minority people are not overlooked for admission or appointment

'



~13-

. at any academic: level. Léss‘directly,‘thg pfo?isibn of opportunities
at each level will imprQQe the future-pdol of qualified people at ali
A‘higher;leVels,:while ﬁhe visibility 6f successful women and minority_‘
‘ séientists at Yale wili.gncourage the aspirations of yduﬁger peoﬁié;‘
A‘bfiéf summarybof thé proposals ié as follows:

1. ﬁndergréduate'students; _Recruitment efforts,éhould be' continued
1vaﬁd etréngthened, and special care should be exercised in thetchoice of
:unaérg:a&uaté_advisors for woﬁen 5nd7minorities who .are intérested in;science.

"2, Craduate students: The curreﬁt pfégram of recruitment of and 
‘spééial support considefation for minority gtudents should be extended:to
 ﬁomen in the phys;cai sciences. |
»H3. Postdoctoral personnel: Faculty meﬁbers should be encouraged to’
- make efforts to find qualified women and minorities as postdoctoral
appointees. Postdoctoral openings at Yale should be advertized nationally.

‘4;. Retrgining grants: vEoundatiqn'funding<shogld.be sougbt for
‘rétraining'graﬁts for suitable women and minéritiesvin‘the.physical
sciences, wheieby;they can benefit from the educational and'reseafch"
6pportunities‘in thé departments at Yale. | |

5, Gibbs‘Iﬁstructérs: The GiBbs Instruqtdrship‘ahould be inqluded
in Yale's policy of fﬁnding supplemental faculty poéitions for women and
minorities thsevacademic standing qualifieé them for a Yale position,
 but whose special field is not felt as a départméﬁtél_need.«

.i6,vwFac§lty: A member of each departﬁenﬁ-should be assigned the _ 
vrésfohsibiiityrof_ensﬁring that women and minorities are activelyvsoﬁghf,
for both regglé; aﬁd'supplementé; posif;ons, and thaﬁ no‘bia§ is‘exercised
vin fhe cons;dera;ion of;candidétes} This‘reéponsibii;ty'shquidlsuﬁplémént

and.make‘mbre‘effective,the_work‘of’the'AQQOciate»Prbvost'é‘offiqe:in'
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ensufiﬁg legal compliance with affirmative action requirements. Prestigious
yisiting faculty appointments should be made for women and minorities in
the'éhysical sciences. Both visiting and regular female and minority
facnlty members should be asked to teachecoufses,’give seminars, and so on,
" that provide ﬁeiimum exposure to students whe may be influenced in the |
choice of science as a'eareer.
Significant increases in the numbers of women and minorities in the

physical 8cienees at Yale are not likely to be rapid, but they can be
raccelerated by concentrated and thoughtful.efforts by the administration

- and by individual faculty members.



TABLE 1

Male-Female Composition In The Physical Sciences At Yale

(visiting)

GRAD STUDENTS ‘ POSTDOCS FACULTY
M Foo M F M F
Astronomy 10 2 2 0 7 2
Chemistry 73 - 26 29 -3 - 26 0
Computer Sciences 28 3 1 1 10 0
EAS L83 4 13 1 44 0
Geology ' 37 7 3. 2 22 0
.Mathematics 33 | 7 0 0 26 1
Physics 23 6 23 3 4 S
Total 287 55 - 7 o 10 176 | 3

Graduate Students: 5 blacks

Gibbs Instructors 13(M) 1(?)
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